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Abstract  
The time frame of this project is from first week of October to the third week of December and the 
writing period is around two and half months. During the writing process, I am not only having a 
deep understanding of the theories or models related to HRM, digitization and the relations between 
them, but also experiencing how to use these theories or models to investigate the practical issues in 
the real world.  
The aim of this thesis was to identify and examine contemporary HRM theories and see how they 
fit to specific environment. How the current system is running in Nepal and the better way to 
implement e-HRM system in Nepalese Government agencies is the mail issue of this paper. 
This report examines the research literature on validation studies to provide an overview of what is 
known about the effectiveness and efficiency of e-HRM. Influence of environment ant its instability 
is really a huge challenge for under developed countries like Nepal. But here I am not concerning 
about political parts and its impact to HRM. There is vast different between well developed western 
society and Nepal in context of human resource management. I am just focusing on present 
situation of e-HRM in Nepal and its probability to enter into fully IT based management system. 
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1. Introduction        
1.1 Backgroung 
After the emergence of IT revolution since a couple of decade, most of the organizations 
have changed their working strategy. The application and implementation of e-HRM 
(Electronic Human Resource Management) has also boosted with the rapid development of 
internet. Nowadays e-HRM use internal and external resources of the company 
electronically. To save money, improve efficiency and making the faster processing are the 
key elements of e-HRM. It also reduces unnecessary paper works and makes cheaper 
functioning. Accuracy, lowering mistakes and value added activities like recruitment 
management, designing training approaches are more efficient using e-HRM. Most strategic 
HRM concerns with data security and good impact on decision making. 
Right people for right role and right timing produce the right solution which is powerful and 
dynamic achievement of any organization. 
“With e-HRM, managers can access relevant information and data, conduct analyses, make 
decisions, and communicate with others - and they can do this without consulting an HR 
professional unless they choose to do so. For example, a manager who wants to make a 
merit pay decision may access files containing text, audio, and video describing how best to 
make the decision. Then, the manager can access the data file containing information on 
his/her employees. With a click of the mouse, the decision is recorded and other 
departments (such as finance) are notified. Hours of processing are reduced to minutes, and 
much paperwork is avoided by the use of this technology (Lengnick-Hall & Moritz; 2003, 
p.366).” 
Nepal is still a poor country and there are so many political conflicts and complication. So 
nobody really focuses to enhance the performance of government employees by using e-
HRM. Although some multinational companies, private organizations and banks try to use 
e-HRM to some extent, but almost all of the government organizations are failures to adopt 
the modern technology. Just the traditional paper based HR system is in use. The process of 
changing and transforming the HR management as well as enhance the performance is to 
grab of newly emerging technology. The core problem of Nepalese government working 
system is that it couldn’t shift from physical technology to information technology. Human 
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centered economy is most essential rather than capital centered economy in this new era 
since many years now; information technology seems to be affecting individuals and 
organizations communication and behaviors. The change in Information Technology is 
faster than any other processes in the organization. One of the major hurdles which the HR 
department needs to cross is the changing technological environment. The IT possibilities 
for HRM are endless; in principle all HR processes can be supported by IT. Computers have 
simplified the task of analyzing vast amounts of data and they can be invaluable aids in HR 
management, from payroll processing to record retention. 
 
1.2 Problem Area 
Nepal has high physical diversity and dimensions. Northern part contains high range of 
Himalayans whereas the middle part is full of mountains and followed by the plain region. 
To setup the infrastructures to all those place is very expensive and the under developed 
countries like Nepal is very tough do it. Unstable political environment is also distracting 
the mind of leaders and bureaucrats from proper utilization of available technology. 
In almost all government organizations using paper based system. Normally a civil servant 
gets retired after twenty years. If he wants he can continue up to thirty years. Every two 
years each employee gets transferred from one place to another place and one office to 
another office. In this kind of situation to save the data properly is not easy for so long time. 
Proper evaluation of each individual is almost impossible. 
As soon as possible it is very essential start the e-HRM system in Nepal. 
1.3Problem Formulation 
 
How can e-HRM influence the efficiency of Nepalese government organizations? 
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2.Methodology 
Basically we can adopt different methods to conduct the research. Quantitative method 
includes more and more participants by survey. In this method we put some hypothesis and 
the research enables to testing the presented hypothesis by collecting huge amount of 
research samples. Qualitative research directs the researchers for collecting more and more 
data concerning to the insights in phenomena. Which can produce enrich findings according 
to the theoretical framework. Qualitative method focused focus on first hand data like 
interviews from the responsible personnel.   
Both quantitative and qualitative methods have their advantages and disadvantages. 
Quantitative approaches for instance, in general, lack the possibility to gain in depth insights 
into phenomena (Ruël; 2001). Whereas Qualitative approaches have the probability of 
lacking to include larger number of respondents. 
According to Patel and   Davidson (1994), primary data is collected from interviews, 
observations and survey while secondary data is obtained from books, web information, non 
government organizations and articles. So my report comprises secondary data. 
2.1 Data Collection 
Here my collected data are mainly based on internet surveys such as  
-e-mail interviews 
- Published journals and articles  
- Trusted media and magazines. 
- Annual commercial report published by ADB and World Bank.  
- Websites of different ministries. 
As a main source of data I have make an e-mail interview in Nepal. 
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2.2 Outline of the Research Paper 
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3.Literature review 
 3.1 HRM 
Human resource is the major part of any organization nowadays. We can read lots of 
theories about ERP (Enterprise Resource Planning) but all the other resources of any 
enterprise are to be planned by the employees working under the organization. “The 
resources that are available to the firm fall into three general categories: physical, 
organizational and human” (HRIS, Johnson and et. all., 2012 p. 6). 
In global economy, human resource management is the most crucial and critical of them. 
Any organization can gain a competitive advantage from global as well as local market by 
the proper management of human resources. Effective management of the HR is the key tool 
to utilize of its employees and to achieve the organizational goal. The purpose of HRM is 
not only to give the trainings, bonus, initiative, promotion and so on but also to find the right 
person on right time to complete the required duty. If you have the accurate and timely 
information of all the employees, as a HR manager, you can reach to the correct decision. 
Now the world is changing so rapidly, even only with the right decision you can’t complete 
if you lack the timing. For example, we can see that some mobile companies are so popular 
at present whereas many of them are losing their market. 
”One can analyze the historical trends of the HR function from different viewpoints: the 
evolution of HRM as a professional and scientific discipline as an aid to management as a 
political and economic conflict between management and employees, and as a growing 
movement of employee involvement influenced by developments in industrial organizational 
and social psychology”. (HRIS, Johnson et. all. 2012, p7). 
 
Role of HRM 
Early 20
th
 Century 21
st
 Century 
Caretaker Strategic Partner 
 
Employee Focus Records Cost-effectiveness Employee Development 
 
Figure; Historical Evolution of HRM ((HRIS, Johnson et. all. 2012, p7). 
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 All goods and services are produced by human brain, effort and invested time. Therefore, 
for the delivery of any service or product, human being comes first, without whom anything 
is impossible. Recent technologies and machines are also produced by human. We all agree 
that latest technologies obviously help for good product and services. But I personally do 
not agree with the idea that technologies and machineries are minimizing the importance of 
human resource. Actually, they are helping to produce proper human resource management. 
From recruitment to training, motivation to developing skills, promotion to increase in 
salary, and social welfare to maintaining safety; all of them come under the HRM. It is 
known that human means the working manpower within the organization; resource is the 
available welfare and fund like training, promotion, salary, incentives, and bonus and so on. 
Management is the maximum utilization of the resources for the achievement of the goal of 
any company. 
 
According to the website: whatishumanresource.com; human resource management 
includes; 
1. conducting job analyses,  
2. planning personnel needs, and recruitment,  
3. selecting the right people for the job,  
4. orienting and training,  
5. determining and managing wages and salaries,  
6. providing benefits and incentives,  
7. appraising performance,  
8. resolving disputes,  
9. Communicating with all employees at all levels. Formerly called personnel management. 
10.  Maintaining awareness of and compliance with local, state and federal labor laws. 
11. These are also called as functions of human resource management for the purpose of effect 
you utilization of human resource. 
 
Nothing is universal in this world. In many books, journals and papers, people are defining 
HRM differently. But the real meaning which deals with HRM is to deal with HRM is to 
manage the working manpower within the organization properly. 
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Accordirg to Edwin Flippo HRM as “planning, organizing, directing, controlling of 
procurement, development, compensation, integration, maintenance and separation of 
human resources to the end that individual, organizational and social objectives are 
achieved.”  
 
The National Institute of Personal Management (NIPM) of India has defined human 
resources – personal management as “that part of management which is concerned with 
people at work and with their relationship within an enterprise. Its aim is to bring together 
and develop into an effective organization of the men and women who make up enterprise 
and having regard for the well – being of the individuals and of working groups, to enable 
them to make their best contribution to its success”.  
 
 Decenzo and Robbins describes “HRM is concerned with the people dimension in 
management. Since every organization is made up of people, acquiring their services, 
developing their skills, motivating them to higher levels of performance and ensuring that 
they continue to maintain their commitment to the organization is essential to achieve 
organsational objectives. This is true, regardless of the type of organization – government, 
business, education, health or social action”. 
 
There are three main objectives of HRM.  
- Societal objective, which deals with social needs and demands for positive impact, 
- Organizational objective, which deals with meeting the organizational goal properly, 
- Personal objective, which deals with the personal achievement and goal of the employee. 
 
3.2 e-HRM 
Without theoretical knowledge we cannot measure the efficiency of e-HRM. So, how to use e-
HRM, its goal and impact on efficiency of HR system are the key points to understand. Some 
statistics used to justify the investments made in e-HRM technologies are for example the 
average cost of an HR transaction, number of inquiries to the service centre, cycle times, 
headcount changes in the HR department and financial metrics such as ROI and the duration of 
the payback period, but also measures of employee satisfaction (HR Focus; 2002). 
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To implement e-HRM every organization has to invest extra cost. So to set the goal is very 
important for investment. What you want to achieve using the technology is important. For 
recruitment, organizations are utilizing their own web sites ever better because of the rising 
costs of web advertising and decreasing ease of finding qualified 
applicants (Cober et al.; 2004). Some organizations strive to free HR professionals for more 
strategic tasks (Huselid; 2004). HR professionals are enabled to spent more time on strategic 
aspects of HRM when are freed from administrative day-to-day activities. Other organizations 
strive for a better overall financial performance (Buckley et al.; 2004). A typical argument for 
the adoption of e-HRM technologies is: “Use e-HRM and your organization can reduce process 
and administration costs. Fewer HR professionals are needed because e-HRM eliminates the 
“HR middleman”. Furthermore, e-HRM speeds up transaction processing, reduces information 
errors, and improves the tracking and control of HR actions. Thus e-HRM improves service 
delivery. (Lengnick-Hall & Moritz; 2003, p. 369).” “Most organizations that adopt e-HRM rely 
on available, accessible, and tangible measures to make a business case for the investment 
(Lengnick-Hall & Moritz; 2003, p. 369).” 
3.3  E-HRM Goals 
e-HRM is the combination of Information technology with Human Resource Management 
System. In a survey about the results of e-HRM conducted in 2002, four top metrics were 
identified in formal business cases: productivity improvements within the HR organization, 
cost reductions, ROI, and enhanced employee communications (Watsonwyatt; 2006). The 
above mentioned goals for implementing e-HRM technologies were mostly found in 
business cases for justifying the investments in e-HRM technologies. They are all aimed to 
improve the HR function of the organization. There exists however a scientific framework 
of goals for justifying the implementation of e-HRM technologies. This framework of e-
HRM goals developed by Ruël et al. (2004) is based on the four pressures placed on the 
contemporary HR department identified by Lepak & Snell (1998) and is also focussed on 
the improvement of the HR system. Lepak & Snell (1998) stated that HR departments are 
forced to look for alternative paths for the delivery of HR activities to meet the increasing 
demands placed on the HR departments. These demands, or pressures, are (Lepak & Snell; 
1998):  
• The increasingly strategic role of the HR departments  
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• The greater demand of legibility 
• The pressure to be as efficient as possible 
• Maintain the role as service provider to managers and employees 
These four pressures are reduced by (Ruel et. all 2004) to three types of goals for the 
adoption of e-HRM technologies to improve the HR system. However, in the case study 
conducted within five international companies by the same authors (Ruel et. all. 2004), a 
fourth type of goal was found. The companies involved in the case study had chosen 
standardization and harmonization of HR policies and practices as a condition for 
globalization. 
 
3.4  Scope of e-HRM in Developing Countries 
 
Challenges and opportunities to implement of e-HRM in developing countries are moderate. 
I find it from many articles related to it. Some changes are already taken place in Nepal in 
the context of IT landscape. Some multinational companies, commercial banks and private 
organizations are introducing e-HRM. But my study is concerned about the Nepalese 
government organizations. 
According to the European Scientific Journal (Aug. edition, vol. 8, no 17), “about 60% of 
the variations of the implementation level of e-HRM can be explained by internal factors 
whereas about 40% of variations can be explained by external factors. The adopters and 
non-adopters of e-HRM were found different in terms of their internal and external 
environmental characteristics in many ways.”  
Before implement any system or to take any decision economy and investment comes first.  
Why should we invest and what is the return from that? Does the organization is able take 
the risk of that investment? Like this too many questions to be answered before investing for 
a new plan and service. Human-computer interaction is mostly concerned with improving 
the usability of emerging technology by providing the support for interaction between 
computer and human. 
According to Ministry of Finance, GOB 2007, Bangladesh is agricultural based country 
where more than 50% of the whole population works on farmlands. There was a need of 
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effective HRM system to industrialize the country. So it is essential to go through public-
private groups of Bangladesh along with to implement e-HRM for the goodwill of the 
nation. According to IOSR Journal of Business and Management (IOSR-JBM, 2012), “It has 
been uncovered that the status of e-HRM in Bangladesh is reasonably acceptable whereas 
the general status of the latter is found to be satisfactory. It is unearthed that significant 
difference is prevailing between industrial enterprises of Bangladesh that are in 
significantly better position. Obviously, e-HRM is new and intriguing field of study at the 
junction of human resource administration as well as information system. Consequently, to 
connect potentialities, the enterprises need to accept sound human resource executive 
practice. Therefore, through e-HRM workers manage their individual private information. 
They are able to modernize records when their positions transform and make numerous 
assessments on their hold, seeing HR experts if necessary. As majority of the industry in 
Bangladesh have web access in current occasion, the longing from the administration is to 
establish their e- HRM nowadays. Unluckily, several industries in Bangladesh necessitate 
going extensive concerning assumption of e-HRM and obtain the finest benefits from the e-
HRM. However, e-HRM adoption in Bangladesh will be in complete form soon in the 
upcoming years”. 
 
4. Emperical Study 
4.1 Answer of e-mail Interview (1) 
1. How  is the present scenario of HRM system in Nepalese government agencies? 
 
In Nepal, the enactment of Civil Service Act, 1957; Nepal Factory and Factory Workers act, 1959; 
Labour Act, 1992 and Trade Union Act, 1993 and Child Labour Act, 2000 has been the bases for 
HRM in public sector agencies. HRM system is very much disciplined, controlled and direction 
oriented. It is concerned with routine personnel administration functions. The procedures are rigid 
and job functions are done almost manually. So, HRM in Nepal is mainly concerned with utilizing 
human  energies focusing on achieving organizational goals. Now a days, very limited use of IT in 
few sectors has seen which is accelerating the pace of human resource management system. 
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 job analysis is done by each line ministry and central administrative agency, those have the 
role of conducting its own service group 
 ultimate role for human resource planning and job analysis goes to ministry of general 
administration which is recognized as key central organization of civil service 
 for human resource planning, PIS(personnel information system) is maintained in 
department of personnel information 
 manpower selection process is conducted by public service commission, constitutional 
commission, whose roles and functions are described in current interim constitution, 2063 
 public service commission disseminates its information through its web sites only for 
getting forms to candidates for participating in selection process  
 manual function in all above components are in use and hence, similar such mechanism 
(also manpower and organization availability) are provisioned for another human resource 
management functions like utilization and maintenance 
 
2. Do you think the Current Nepalese HRM system is appropriate and efficient for HRM in this 
computerized age? 
 
Employees in the government organization are acquired, developed, utilized and maintained 
according to the state's HRM policy which is used to be change or being change according as the 
changing context. But the change may be 'macro or micro'. In our perspective, despite the report of 
past administration reform commissions, micro degree of changes are adopted but those do also not 
cover the use of information technology widely. 
In this computerized age, HRM system through mannual functions are not sufficient. The present 
system can not address the changing demand of people efficiently, economically and effectively. 
 
3. Most of the western and European countries are far forward to use e-HRM system. Do you think 
this could help us to improve efficiency of Nepalese government organizations? 
Certainly, e-HRM helps us to improve efficiency of nepalese government organizations. Simple 
examples can be given:  
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If the web base selection process (online applying and appearing in written test) is conducted we 
should not wait for long gap to get employees as we use to wait more than 5 months to get 
employees. 
If databases with information systems are managed for manpower planning, one can easily predict 
his/her career paths and hence, help for motivations and morals positively. 
IT based decision making system helps managers and supervisors to make their decisions effective.  
It saves cost and time and employee can easily complete their assigned works. 
If standards are set of programmer, supervision of works will be timely; control and coordination 
will be easy; impact can be assessed quickly; performance appraisal will be more objective and 
biasness less and so, it will be more scientific. 
So, IT used HRM system assists in overall management and helps to overcome the problems and 
blames created by manual functions. Finally, the organization be able to implement the government 
plan and program efficiently and effectively. 
 
The result has been seen in some departments of government where the e-HRM is partially used i.e. 
in the department of personnel information (Nijamati Kitab Khana-PIS).  
 
4. How would you compare HRM and e-HRM? In your opinion, which could be the better of 
efficiency and performance? 
 
HRM is concerned with all the processes and functions related with the management of human 
energies to achieve organizational goal. If such functions are carried with the use of internet that is 
called e-HRM. Organizational Effectiveness largely depends on the performance of people working 
in organizations. The use of information technology enhances the capacity and knowledge of 
people. Better people achieve better results. So i can say, e-HRM could be the better. Organizations 
having adopted new technology and having the employees of technological skills and knowledge 
certainly gives the better outputs and outcomes.  
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5. Would you please explain me does the economy of the country will affect the implementation of 
e-HRM ? And how ? 
 
Of course, the economy of the country will affect the implementation of e-HRM. Country like 
Nepal where the size of GDP is small and the size of the revenue is also small, major portion of the 
revenue is consumed as current expenditure (salary, allowances, operational and administrative 
cost) through its annual plan and program(annual budget). Very little amount remains and with 
committed foreign grants, development activities are carried. So, to implement e-HRM, we need to 
have the financial resources for hardware (infrastructures like organizations and others, skilled 
human resources) and software parts(program, data bank, training and debt.). While investing the 
national budget to implement the e-HRM at once, major programs and projects would go to be 
halted. On the other hand, e-HRM downsizes the size of (right sizes) employee which reduces the 
recurrent expenditures and hence, create the opportunity to invest such resources in productive 
sector.  
 
Master in Business Studies  and Computer Science 2013 
 
By: G.P. SAPKOTA Page 19 
 
6. Can e-HRM system help to increase the efficiency and performance of employees? For the fair 
judgments e-HRM is more clear and better than paper based HRM system. If you agree with the 
statement, would you please explain me how? 
I agree with the statement that e-HRM system helps to increase the efficiency and performance of 
employees and so, it is more clear and better than paper based HRM system. 
 
People become human resources only when they also acquire competencies such as knowledge, 
skill, attitude, experiences and potential for growth. Those can be fast and accurately achieved from 
e-HRM with compare to paper based e-HRM System. Likewise, there is a trust with the up to date 
information and database system. Besides, decision would be fast, accurate and timely. HRM 
planning will be predictable. Training and development will be measurable. Job design will be more 
scientific. Performance appraisal and reward management will be more transparent and objective. 
Grievance handling will be fast. Similarly, with the use of IT, the functions and procedures of HRM 
will be easy, fast and timely. In totality, e-HRM helps to achieve organizational goal efficiently and 
effectively. 
 
7. According to the principle of part to whole, which part is most important to be computerized 
first? If our financial scenario can't bear all the cost at once? 
In Nepal, partial use of internet is seen in few departments. We have the personal information 
system (PIS) which can be in use by logging on its websites. From those data, retirement 
forecasting, pension management process and recruitment planning have been somehow easier. In 
the same way, most of the departments have their MIS which are in use to disseminate information, 
directions and to get feedback. Similarly, public service commission has its own web portal only to 
give information about the selection process. So, considering what we are lacking behind and the 
size of economy, we can use e-HRM partly and some advance to the above mentioned areas. This 
means, areas may be job analysis, recruitment process, personnel evaluation, managing wages, 
salaries and fringe benefits. 
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8. In your opinion does e-HRM increase unemployment or creates more jobs for youngsters and 
skilled persons? 
 
In my opinion, e-HRM reduces the job loads that could be done manually. So, in this perspective, it 
reduces the size of employees. But its other side is employee will be more professional. And we 
know, jobs done through virtual organizations are increasing in the world. That is why, the scope 
will be broader for youngsters and skilled manpower. 
 
9. Can Political instability and poor economic situations be obstacle to implement e-HRM? 
To introduce e-HRM partly, political instability and poor economic situations can be obstacle to 
some extent. But implementing it as a whole, both are the strong parameters. It is because political 
leadership through government makes policies and commitment which are the basic requirements. 
If the economic condition is poor, state can not make sufficient expenditure to other reforms rather 
than incorporated in the plan. But gradual reform process in e-HRM system may also cover some 
subsystem(areas) as it is now seen in some departments of government and public enterprises. 
 
10. Would you please explain the present scenario of Nepal in the context of bureaucracy which is 
considered as permanent government? Does it can take the action to improve the system and 
introduce the latest technologies without the permission of political government? 
 
Bureaucracy in Nepal is the major implementing mechanism of government policies. Nepalese 
governmental organizations are mostly vertical in structure where the minister leads and executive 
authority is in the hand of secretary by whom authority and responsibility flows via. Director 
General of departments to regional and district level agencies (implementing units). So, the 
executive head is mainly accountable for implementing government plan and policies. But those 
plan and policies are formed by minister and council of ministers for which bureaucracy provides 
necessary inputs like information, analysis, pros. and cons. of alternatives, impacts etc. In this way, 
to introduce new project and activities, the plan and policies should cover them. I think to introduce 
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the latest technology at a whole, an initiation and commitment should come from the side of 
political leadership then it will be implementable. Financial parts are other determinant factors. To 
introduce as a part, present bureaucratic system is enough but financial back up is needed either 
from donors. Otherwise, in the perspective of changing environment, crawling speed of changes in 
the use of IT also in HRM system will be carried on from now on as such changes were being 
carried in the past. 
 
11. As summary how would you like to explain e-HRM system is more effective than the current 
system or not? 
 
E-HRM system is more effective than the existing manual HRM system. In this technological era, 
state should provide its services and goods promptly with low cost and with appropriately. On the 
other hand, people are comparing the government services with private sectors. So to meet the 
changeable needs of people, human resources should be competitive, motivated and the 
organizational environment should be customer friendly. E-HRM system will help more to make 
the manpower competitive and motivated. For instance, if we have the software to appraise the 
performance and if the employee enter his\her jobs\activities done with reference to time, cost, 
progress(physical & cost) these all can be linked to payment system. This helps to make effective to 
performance pay system as 'better payment for better performance'.  
 
12. Would you have any comments and suggestions about e-HRM system? 
By the use of IT in HRM system, the management part will be more effective. As a result, the 
organizations can address the expectations of customers and service recipients and hence, can able 
to fulfill its goal successfully. But major fact is how particular is the HRM system of the particular 
country and what HRM vision and goal is adopting the state. With the use of IT, it will be easy to 
the path of implementing the vision and mission of HRM system. So, along with the HRM policy, it 
will be better to introduce e-HRM partly initially and phase wise covering other areas respectively. 
But that should come from the policy side where areas to be covered in short term and in long term 
should be mentioned. Similarly, the policy should comprises the investment part for capacity 
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building of the staffs,  pre-activities to make the employees IT friendly, voluntarily termination 
scheme like golden handshakes, attraction to new skilled manpower.  
 
Ref: 
Agrawal, Govindaram, The Dynamics of Human Resources Management in Nepal, 
Kathmandu:M.K. publishers 
www.moga.gov.np 
prepared by 
Krishna Bahadur Adhikari 
Treasury Comptroller, 
District Treasury Comptroller Office, Dang (Ministry of Finance) 
 
 
 
 
4.2 ANSWERS OF e-MAIL INTERVIEW(2) 
 
                     Mr. Surath Pokhrel 
(Executive Officer, Banepa Municipality, Nepal) 
Mr. Pohkrel joined the service of Nepal Government in 1992. From 1992 he has 
worked in many ministries of Nepal. During his office tenure of almost 2 decades at 
the administration section of Nepalese Government he has proved to be a strong pillar 
in the field of personnel administration, human resources, dealing with Government 
and non-Government organization, property management and legal affairs of the 
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Group. Mr. Pokhrel is one of the dedicated and loyal friends of his colleagues and the 
Group as well. His greatest success is that two years ago, he made the new record to 
climb the Mt. Everest representing the Nepalese civil servants. 
 
Answers are as follows; 
How is the present scenario of HRM (Human Resource Management) system in Nepalese 
government agencies? 
HRM system in Nepalese government agencies (governmental and semi governmental) 
seems in a traditional way, imperfect information, weak planning and monitoring and less 
allocation of resource in this sector are the main problems. 
Do you think the current Nepalese HRM system is appropriate and efficient for HRM in this 
computerized age?  
No, this is not even appropriate in the ground of general situation, but it is equally important 
to improve its system to coup up in the globalized, competitive and e-governance 
environment. 
Most of the western and European countries are far forward to use e-HRM (electronic 
human resource management) system. Do you think this could help us to improve efficiency 
of Nepalese government organizations? 
Yes. If we can able to establish such types of e-system in HRM, this would certainly help to 
make plan, predict the need and manage the resources in human resources in less time and 
cost. 
How would you compare HRM and e- HRM? In your opinion, which could be the better of 
efficiency and performance? 
In HRM and e-HRM the later will be the best, due to the need of huge investment in 
infrastructure for e-HRM the system will execute gradually, after the initiation and 
execution it will certainly help to improve the efficiency in the HRM area. 
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Would you please explain me does the economy of the county will affect the 
implementations of e-HRM? 
Of course, implementation of e-HRM needs significant amounts of investment in 
infrastructure, capacity development and the initiation-operation cost, which is only possible 
in sound economy.  
 
Can e-HRM system help to increase the efficiency and performance of employees? For the 
fair judgments e-HRM is more clear and better than paper based HRM system. If you agree 
with the statement, would you please explain me how? 
 
Yes, first the manual process is not only time taking but insists some unnecessary 
procedurals and discretions that affect in fair judgment, next after initiation the e-system 
promptness in both physical and mental will be enhanced. 
 
In your opinion does e-HRM increase unemployment or creates more jobs for youngsters 
and skilled persons? 
It is a demand of present situation; it not only creates competitive employment but also 
accelerates the quality of work that will be improved. 
Political instability and poor economic situations can be the obstacle to implement e-HRM? 
Yes, unstable political system is the root cause for not being sustainable development, 
policy regularity and fair judgment of public policy like our country. 
 Would you please explain the present scenario of Nepal in the context of bureaucracy 
which is considered as permanent government? Does it can take the action to improve the 
system and introduce the latest technologies without the permission of political government? 
The tendency of permanency is widespread in vulnerable and unsecure situation like ours. 
Unionism and political patronage also helped in not being competent rather to continue 
traditional job. Before implementing such new plan and program such problem removing 
strategies should defined clearly and that will implemented later. 
 
As summary how would you like to explain e-HRM system is more effective than the 
current system or not? 
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e-HRM system will be certainly effective than current status but it needs careful handling 
the new situation, because there are lots of resistances and obstacles that may hamper in new 
plan. 
 
Would you have any comments and suggestions about e-HRM system? 
e-HRM system in Nepalese government agencies is a needed intervention. Before 
implementing this we have to aware lots of hindrances and have to make the plan to address 
of remove these. 
 
 
Sincerely Yours, 
Mr. SurathPokhrel 
Executive Officer 
Banepa Municipality 
Nepal 
Cell- 009779841 260 541 
e-mail: surathpokhrel@hotmail.com 
 
 
 
 
4.3  Nepal Portfolio Performance Review Nov 17-18, 2011 
Department of Civil Personnel Records (DoCPR), also known as "Nijamati Kitabkhana" is a 
central record-keeping agency for government employee. The traditional nature of work has 
been continuously being modified to make record-keeping practice scientific and improve 
service delivery. The major automation of record-keeping has been developing 
computerized record-keeping system known as Personnel Information System (PIS). The 
institutionalization of PIS has been one of the successful efforts initiated by DoCPR for an 
effective management of civil servants information. In span of few years, PIS has evolved as 
an intelligent and interactive decision making & support tool that can be used by the entire 
government agencies for necessary information on their personnel. The electronic 
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recordkeeping system has allowed Department to introduce innovative and MIS based 
applications. Personnel Information System (PIS) is an Oracle based database system that 
has been designed and deployed at the Department of Civil Personnel Records (DoCPR) to 
maintain and keep track of all the activities of civil service employees, right from the date of 
appointment until retirement to death. The system maintains the vital information of a civil 
servant such as name, address, birth date, retirement date, service history salary and grade, 
pension and gratuity amount, award, educational, training, disciplinary actions etc. The 
system is sub-divided into several sub-components: Personnel Information System, Post 
Management System, Payroll Management System, Pension and Gratuity Management 
System, Asset Submission Tracking System DoCPR plans to use PIS as a centralized 
primary information provider of MIS on Human Resources by means of a state of art 
computerized system which will function as: 
• a tool to streamline working procedures & automate payroll and pension processing for 
effective and efficient personnel management 
• a tool to improve service delivery of the government, increase transparency & facilitate e-
governance 
• a centralized HR decision support and planning system for policy makers 
In recent time with introduction of Performance Based Incentive System the department has 
been successful in complete internalization of PIS system with daily work process. The new 
method of automated central filing system has improved the data update and file retrieval 
system, thus improving quality of data and service delivery. The DoCPR has shared the PIS 
system with other agencies like Civil Service Hospital, Citizen Investment Trust for HR data 
verification, also Police Record Keeping Department has used PIS software of DoCPR with 
some modification to keep records of all police personnel and automate pension and gratuity 
system. 
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5.Data Analysis 
” the IT field has provided some powerful approaches and tools to be used in managing any project. 
Performance evaluation and   review technique ( PERT) is a method for analyzing the tasks 
involved in completing a given project, the time needed to complete each task, and the minimum 
time needed to complete the total project (Johnson and et. all, 2012  ,HRIS, p. 217)”. 
As we know from the empirical study, e-HRM adoption in Bangladesh will be completed from soon 
in some upcoming years in many sectors. So, only financial problem is not solely responsible to 
implement e-HRM system. I think the willing power of concern authority also plays a vital role to 
achieve the desire goal. 
Nepal also has been started to digitalize the management system in many fields. But it is just in 
teller. After working almost twelve years as a civil servant in different government organizations in 
Nepal, I resigned my job in 2008. But now I tried to find my personal information in the website of 
Nijamati Kitab Khana (record keeping system of civil workers), the screen shot of this looks like as;  
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But now I cannot enter inside the page, it is because I am no longer the employee of Nepal 
government. But fortunately, I got a chance to talk to my friend (classmate since 1999 to 2003 in 
Tribhuvan University, Nepal) who is directly involved to build up this system. According to him 
any current employee of Nepal government can enter into the website using their code number and 
they can see all the details about them like pension fund, holiday details, prizes and punishment, 
previous job transformations time to time, ect. 
Among the three objectives of e-HRM there are; 
 Societal objective, Organizational objective and Personal objective.                                                             
Personal objective deals with personal achievement and the goal of employee. Whatever I found 
from my empirical study is that Personal Information System (PIS) is one of the major parts of e-
HRM system. Under developed countries like Nepal, it is almost impossible to change the whole 
paper based into electronic system at once. Expertise, resources, infrastructure and so many factors 
come to an account for that. So step-by-step implementation should be the major concern. If the 
management can make the best performance of employees, any organization can achieve the desire 
goal in a proper manner. The right person, in the right place and right time is very important task of 
HRM. National Institute of Personal Management (NIPM), India also supports this point. 
There are so many parts which should be combined for the electronic- human resource 
management. For example, job analysis, recruitment and planning of personnel needs, training and 
orientation, placing the right person on proper place, automatic salaries and wages calculation, 
personal evaluation and review technique and so on. To make a perfect e-HRM system we need to 
combine all the components of its.  
Whatever is being developed about e-HRM in Nepal is not possible to combine all of its 
components and to include all the data relating to each component. At least progress and 
improvement towards it is going to build on day by day. 
Resolving disputes is also a major component of e-HRM. Few years ago, we can hear that so many 
files are manipulated by using erasing the real data, changing the grades, promotions, prizes and 
punishments with the paper based files system. At present at least resolving disputes, initially a 
important part of e-HRM, is in active in most of the major governmental institutions in Nepal. 
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In the context of personal management system, to deliver the information to its entire employee on 
time is also the major responsibility of HRM department. Almost all of the offices in Nepal 
communicate with their employee via post. I think immediately to introduce a web based messaging 
system is very essential. It’s not a big deal and doesn’t need to make more investment not 
necessarily need to change the existing system. The change is possible which don’t demand any 
extra resources, investment and expertise, why not we should try for it. If it happens, all concerning 
personals can get the information quickly and on time. As we know that post service in Nepal is not 
so reliable due to its geography and so many other reasons. According to the press release of central 
post office 2009, more than thirty percent of the letters has been lost or misplaced. 
So, from all collected empirical data including e-mail interviews, press released and magazine and 
newspaper reports we can say that data manipulation for employees is less than before. 
Consequently, they need to focus the e-HRM components of 
-e-recruitment              
-job analysis                                    
-salary calculation                                  
-personal management and so on.  
 
Most important thing concerning to Nepalese government agencies is that they are not using the 
integrated database system which is most essential. Nowadays each and every government 
organizations using their own database other organizations are not able to access those database. 
That is the huge drawback of so far implemented IT system in Nepal for governmental agencies. 
That’s why now a big challenge is how to integrate the databases of all government agencies so that 
all of them can access and share every detail of data whenever they needed. Without this situation e-
HRM in Nepalese government organizations is not possible. Why this is so important, I am going to 
explain in the coming paragraphs. 
A single location can access a centralized database of the organization and, therefore, to more easily 
control data updating, queries, backup, integrity and access. “A company with many locations, 
telecommuters, however, must develop a communications infrastructure to facilitate data sharing 
over a wide geographical area. The advent of internet and a standardized communication protocol 
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made the centralized  database structures and geographically dispersed data sharing feasible 
(Johnson and et. all, 2012 ,HRIS, p. 217)”. 
Structures of database and the architectures of the system are very important and useful in any 
organizations. In context of Nepal, most of the organizations are using oracle database which is 
most robust, reliable and appropriate backbone for database nowadays. But to integrate different 
databases and to make it common and accessible to all institutions is a present challenge for 
Nepalese government organizations. When we concern about e-HRM, the first step of Nepal 
government is to integrate the database as a common to all of its agencies. Thereafter e-HRM can 
go one step forward. 
According to the government act 1999 of Nepal, every employee get transfer their job every two 
years. Now when an employee gets transferred from one institution on the next, all of his personal 
details will be sent to new office by post as a paper based file. And the new institution has to make 
the new entry of his detail into the computer manually. A lot of employees get transferred every 
time. So it is not easy to update all of their records in time. Due to which right person may not be 
placed to the right position or duty. So HRM department fails to make the perfect performance 
analysis. 
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6.Discussion 
Every computerized company hires employee by the process of electronic recruitment and selection 
and then provides the training through electronic learning system. Even if all these steps have been 
paced perfectly we need to examine if the employees’ behaviors are in the right path of the 
realization of the companies’ strategic goals on the one hand and on the other hand to monitor their 
contributions to the overall performance of the company as a whole. So we need to somehow 
measure our personnel performance level to be able to react properly. 
According prescribed theory Operational HRM includes the basic activities in the department which 
can be described as administrative tasks like capturing of personnel data, keeping records, payroll, 
company policies and procedures and so on. This is one of the most important and essential task to 
start the e-HRM system in context of Nepal. 
According to Mr. Adhikari, In Nepal, partial use of internet is seen in few departments. We have the 
personal information system (PIS) which can be in use by logging on its websites. From those data, 
retirement forecasting, pension management process and recruitment planning have been somehow 
easier. In the same way, most of the departments have their MIS which are in use to disseminate 
information, directions and to get feedback. Similarly, public service commission has its own web 
portal only to give information about the selection process. So, considering what we are lacking 
behind and the size of economy, we can use e-HRM partly and some advance to the above 
mentioned areas. This means, areas may be job analysis, recruitment process, personnel evaluation, 
managing wages, salaries and fringe benefits. 
Among the three types of Relational HRM also called transactional HRM focus on direct and two-
way relationship among HR professionals and internal or external sources can be classified in this 
type of HRM (e.g., e-recruitment, e-learning, performance appraisal and so on). Whereas 
Transformational HRM which deals with the highest-level and most complex type of activities 
which has nothing to do with HR routines and transactions. As the highest point of  activities tend 
to be strategic with the same pace of the company’s mission and vision, and Whereas only about 
five to fifteen percent of the time is devoted to this part, many companies are trying to make this 
share bigger by reducing the activities in operational sector (e.g., outsourcing). At the present 
scenario of Nepal we can’t focus on last two types of HRM. And only we need to concentrate on 
Operational HRM.  
Master in Business Studies  and Computer Science 2013 
 
By: G.P. SAPKOTA Page 32 
 
When I started my job for Nepal government in 1996, I saw the typing machines and type writers in 
every department. Even now in every ministries and central departments we can see more than one 
half dozens of rooms full of paper files. One can easily notice that some of them are partially 
damaged and some of them are fully damaged. It is very hard to find for the director how many 
employees are working under his department. So in this kind of situation how an employee can 
expect the proper judgments from the authority and be sure about his future.  In the recent time we 
can see just one difference. All typing machines are replaced by computer and almost each and 
every employee accessing the computer. They can use the internet via LAN (Local Area Network). 
Lots of employees roaming around face book, Skype and so many other useless websites according 
to their interest. When a new one enters into any office he can feel that every people are busy on 
their job and the office is totally organized and all of the job could be done by computer. In fact it’s 
a miracle and the reality is far behind that assumption. Here I tried to put just some examples of 
utilization of computer in Nepal. Beyond this condition we can go far forward to adopt and utilize 
the available technology. 
In Nepal, Personnel Information System (PIS) is defined as a computerized database application 
that maintains and manages all the demographic and service profile of a civil servant. Simply put, 
the application is an electronic format of the “Sheet Roll” that every civil servant must fill up during 
his/her first appointment. The PIS maintains the vital information of an employee such as Sheet 
Roll Number, name, date of birth, gender, father’s and grandfather’s name, nominee, permanent 
address, PF number, CIT number. Similarly, the system also keeps track of all the service events of 
an employee during his career within the civil service such as appointments, transfers, promotions, 
placements, educational background, awards, training details, medical allowances, disciplinary 
actions. With such feature rich application, the system maintains the complete organizational 
structure of the Government of Nepal and is classified by various service groups, posts and 
positions. In addition, is able to generate the entire payroll details (Talabi Pratibyaden) for an 
employee based on his/her PIS data. Nothing is universe in the world, however we describe the 
principles and inventions is important. For Nepal, to implement e-HRM, the most important part is 
personnel information system. Just a few parts are in the implementation stage but most of the part 
has to be carried out consequently. In my opinion, Nepalese government need to find out what is the 
present need to implement e-HRM, what is the basic need, in which stage we are; and when we will 
have to make goal? Set the destination point, make a plan and go through it, is the most important in 
my concept.   
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7. Conclusion 
Around five-six years ago, all the employees of Nepal government receive their salary on 
hand. But nowadays at least the salary is sent to bank. However there is no such system to 
calculate the salary automatically, all is doing manually.  
Now al of the ministries of Nepal has their own website containing the data records of all 
the employees. The first step to implement is to integrate the databases of all government 
organizations and to build a common database. Then after they can use Data mining tool for 
retirement forecasting, pension management and e-recruitment plan. Step-by-step, it seems 
possible to go in action for performance evaluation, managing automatic calculation of 
salaries and wages. 
There is a big question always comes in front of those issues. If Nepal start to implement all 
of those tasks, but may be in near future there can be a lack of expertise and financial 
resources. So the government should be careful on it and need to go one by one issue. 
Hence, in my opinion the first step is to build up a integrated database, then after need to 
proceed through salary management, e-recruitment, performance analysis, orientation and 
training management and so on. Managing the federal labor laws, communicating with all 
employees at all levels, resolving disputes and some other complicated factors to tough in 
context of Nepal and cannot be implemented immediately. With time and space every issue 
can be on function slowly.  Right they need to concentration on basic needs and 
possibilities. 
The cost of hardware and software is comparatively very cheap in Nepal. More than 1,500 
IT graduated are producing in Nepal. Due to the lack of opportunity most of them escaped to 
USA, Canada, Australia and Europe. So we have a major problem of brain-drain in Nepal. If 
the government can provide a working plate form to that skilled manpower, I am sure we do 
not need to more expertise from abroad.  
Finally, e-HRM is an effective tool than the existing manual HRM system. In this 
technological era, state should provide its services and goods promptly with low cost and 
with appropriately. On the other hand, people are comparing the government services with 
private sectors. So to meet the changeable needs of people, human resources should be 
competitive, motivated and the organizational environment should be customer friendly. 
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That’s why e-HRM system will help more to make the manpower competitive and 
motivated and the fair management as well.  
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9. Appendices 
9.1 e-MAIL INTERVIEW QUESTIONARRIES 
Dear Sir, 
Now my running project is about e-HRM (Electronic Human Resource Management) system. I am 
expecting that you have lots of ideas about HRM (Human Resource Management) system. In 
present scenario, Nepalese government organizations are running on totally paper based HRM 
system. But here in Denmark, I saw so many drastic changes as compared to Nepal and I am keenly 
interested in writing about “why is not it possible to implement in Nepalese government 
organizations?” e-HRM is not a miracle, it is just an electronic human resource management system 
which is not impossible to introduce in Nepalese culture. 
Regarding to my project in a real ground, here I have prepared some questionnaires and I hope your 
answer will not just help me to complete my project; it will also help to introduce and implement 
the latest world technology in Nepal. 
I therefore sincerely request you to describe your ideas and thoughts as much as practical way in 
context of Nepalese government organizations. 
My questions are as follows; 
1. How is the present scenario of HRM (Human Resource Management) system in Nepalese 
government agencies?  
2. Do you think the current Nepalese HRM system is appropriate and efficient for HRM in this 
computerized age? 
3. Most of the western and European countries are far forward to use e-HRM (electronic 
human resource management) system. Do you think this could help us to improve efficiency 
of Nepalese government organizations? 
4. How would you compare HRM and e- HRM? In your opinion, which could be the better of 
efficiency and performance? 
5. Would you please explain me does the economy of the county will affect the 
implementations of e-HRM? And how? 
6. Can e-HRM system help to increase the efficiency and performance of employees? For the 
fair judgments e-HRM is more clear and better than paper based HRM system. If you agree 
with the statement, would you please explain me how? 
7. According to the principle of part to whole, which part is most important to be computerized 
first? If our financial scenario can’t bear all the cost at once. ( eg; job analysis, recruitment 
process, auditing process, personnel evaluation of employee, to choose the right person on 
right place and time, managing wages and salaries, providing incentives and benefits etc.)    
8. In your opinion does e-HRM increase unemployment or creates more jobs for youngsters 
and skilled persons? 
9. Political instability and poor economic situations can be the obstacle to implement e-HRM?  
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10. Would you please explain the present scenario of Nepal in the context of bureaucracy which 
is considered as permanent government? Does it can take the action to improve the system 
and introduce the latest technologies without the permission of political government? 
11. As summary how would you like to explain e-HRM system is more effective than the 
current system or not? 
12. Would you have any comments and suggestions about e-HRM system? 
 
 
Thanks for your kind co-operation 
 
Best Regards, 
Guru Prasad Sapkota 
gps@ruc.dk 
gurusapkota@yahoo.com 
 
 
Contact: 
Mr. Krishna Prasad Adhikari 
Treasury Comptroller 
Ministry of Finance 
Nepal 
Cell- 009779841 71347351 
e-mail: <kris_adhikari@yahoo.com>;  
 
 
9.2 e-MAIL INTERVIEW QUESTIONARRIES(2) 
Dear Sir, 
I am Guru Prasad Sapkota, right now from Denmark. I am doing master’s degree in business 
studies and computer science from Roskilde University. This is my third semester and I am 
doing my project in computer science about “An analytical measurement and the 
effectiveness of e- HRM in context of Nepalese Government Organizations”. 
I hope you haven’t forgotten to me. From 1995 to 2007, I was working for Ministry of 
Forestry under the department of soil conservation which was also joined with DANIDA 
project funded by Denmark and you were the project co-coordinator at that time. 
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Now my running project is about e-HRM (Electronic Human Resource Management) 
system. I am expecting that you have lots of ideas about HRM (Human Resource 
Management) system. In present scenario, Nepalese government organizations are running 
on totally paper based HRM system. But here in Denmark, I saw so many drastic changes as 
compared to Nepal and I am keenly interested in writing about “why is not it possible to 
implement in Nepalese government organizations?” e-HRM is not a miracle, it is just an 
electronic human resource management system which is not impossible to introduce in 
Nepalese culture. 
Regarding to my project in a real ground, here I have prepared some questionnaires and I 
hope your answer will not just help me to complete my project; it will also help to introduce 
and implement the latest world technology in Nepal. 
I therefore sincerely request you to describe your ideas and thoughts as much as practical 
way in context of Nepalese government organizations. 
My questions are as follows; 
1. How is the present scenario of HRM (Human Resource Management) system in Nepalese 
government agencies?  
2. Do you think the current Nepalese HRM system is appropriate and efficient for HRM in this 
computerized age? 
3. Most of the western and European countries are far forward to use e-HRM (electronic 
human resource management) system. Do you think this could help us to improve efficiency 
of Nepalese government organizations? 
4. How would you compare HRM and e- HRM? In your opinion, which could be the better of 
efficiency and performance? 
5. Would you please explain me does the economy of the county will affect the 
implementations of e-HRM? 
6. Can e-HRM system help to increase the efficiency and performance of employees? For the 
fair judgments e-HRM is more clear and better than paper based HRM system. If you agree 
with the statement, would you please explain me how? 
7. In your opinion does e-HRM increase unemployment or creates more jobs for youngsters 
and skilled persons? 
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8. Political instability and poor economic situations can be the obstacle to implement e-HRM?  
9. Would you please explain the present scenario of Nepal in the context of bureaucracy which 
is considered as permanent government? Does it can take the action to improve the system 
and introduce the latest technologies without the permission of political government? 
10. As summary how would you like to explain e-HRM system is more effective than the 
current system or not? 
11. Would you have any comments and suggestions about e-HRM system? 
 
 
Thanks for your kind co-operation 
 
Best Regards, 
Guru Prasad Sapkota 
gps@ruc.dk 
 
 
 
Contact: 
Mr. Surath Pokhrel 
Executive Officer 
Banepa Municipality 
Nepal 
Cell- 009779841 260 541 
e-mail: surathpokhrel@hotmail.com 
 
 
 
 
 
Master in Business Studies  and Computer Science 2013 
 
By: G.P. SAPKOTA Page 39 
 
9.3 Some Recent Snapshots of Government Office of Kathmandu 
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